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Media partners: Companies are constantly being challenged to come up with new ideas -regarding products and services, projects and processes, and leadership -and use these to maintain their competitive edge. It is better to disrupt than to be disrupted by faster, smarter, and more daring and creative thinkers from the outside. For this, companies need people at all organizational levels who are able to find new ways to innovate and create. At least, that is the way it should be.
Why, then, does reality often look so different? Why are so few of us inclined to think outside the box? What happened to our natural curiosity, our joy of discovering new things and creating? There are several reasons that come to mind. One is that we are ambivalent when confronted with something new. Leaving a familiar environment can include risks and dangers -so why not avoid them, be cautious, and stick with what we know? Maybe we tell ourselves that new things are not good per se. Have we not, at some point, regretted the disappearance of at least one thing that was replaced by something new? For example, real brick-and-mortar shops instead of online shopping portals, places where we could touch things and browse, and where we were helped by and could talk to living human beings who were specialists in their fields.
In addition to this basic ambivalence, we tend to surround ourselves with people who share our beliefs, thus reaffirming our way of thinking. In this way we validate ourselves and build a comfort zone that, despite its psychological merits, is not conducive to the disruptions and divergence of opinions needed for innovative actions and ideas.
It is not just individuals who suffer from this ambivalence; companies do as well. Innovations are vital and can be game changers, especially when startups with brand new ideas and business models threaten established market positions. This happens during periods of "creative destruction," as Schumpeter called them, "industrial mutations" that destroy the economic structure from within while creating a new one.
To defend their own positions, incumbents send scouts around the world who hunt for ideas, observe new customer needs and new technologies, and develop new scenarios. They set up incubators to nourish new ideas until they are strong enough to enter the market, or install accelerators to further boost their development. Or they look around for proven innovations, adapt them, and scale them to the existing organization.
But when the innovation has to be integrated into the larger system, it can easily conflict with structures that were explicitly built to guarantee the adherence to firmly established rules, and with people explicitly groomed to stick to them, avoid new ways, fear risks and disturbances, and -if they occur -level them out.
A company that wants to be both innovative and conservative seems to suffer from the malady of wanting to have its cake and eat it, too. But no company can afford only to preserve the way it was. Hence, innovations have to be encouraged and fostered, despite the rules broken, the risks involved, the unfamiliar ways, and the lack of guarantees regarding their eventual economic success.
Innovative spirit cannot be ordered, and it should not be delegated either. Innovative thinking has to be stimulated and rewarded throughout an organization. But above all, it should be exemplified by a company's management, by leaders who are able to overcome their fears of the unfamiliar, leave their comfort zones, think outside the box, and listen to different opinions.
When we have learned to do this, we can -and should -expect the same from the people on the other organizational levels as well. In the past, she was member of the committee for new media and the Bundestag's study commission "Internet and digital society." Following the last election, she was appointed parliamentary state secretary at the Federal Ministry for Economic Affairs and Energy with a special responsibility in the field of IT policy. She also represents the Ministry in the newly created committee "Digitale Agenda" in the Bundestag.
Prof. Jörg Rocholl, PhD

N. R. Narayana Murthy Founder of Infosys
In 1981, Narayana Murthy founded Infosys, a global software consulting company headquartered in Bangalore. He served as the CEO of Infosys (1981 -2002 , as the Chairman and Chief Mentor , and as the Chairman Emeritus (2011) (2012) (2013) "At Teach For All, we realize that if we are going to solve the problem of educational inequity, we have to take a systemic approach by mobilizing the world's next leaders to tackle the challenge from every sector, as well as a global approach by ensuring those leaders are learning from each other across borders. We need partners in every sector to do this, which is why I was so pleased to learn about ESMT's commitment to developing entrepreneurial leaders who think globally, act responsibly, and respect the individual. I am deeply honored to share this award with such inspiring leaders who have done so much to advance the welfare of individuals throughout the world." Our first topic will bring into focus two opposite types of strategic leadership: exploration and exploitation. Explorers are leaders who are continually looking for new competitive advantages. Search and innovation are their main pursuits. They trigger the "intra-preneurial" process. Conversely, exploiters are leaders who are always seeking to refine an existing competitive advantage. Efficiency and execution are their primary goals. They complete the "intra-preneurial" process. We will look for elements of exploration (innovation) and exploitation (execution) in a famous athletic event, which will set the stage for your own thinking about where you -and your colleagues within your company -reside on the explorerexploiter continuum. Using a survey instrument, you will define where you and your colleagues stand and consider the best ways to manage the social capital residing in your relations with these colleagues.
We will then consider "annealing" as an (extreme) approach to exploration and triggering entrepreneurship from within. Annealing is the process of heating metal, glass -or an organization -and then cooling it in a better configuration. To anneal your colleagues is to "start a fire beneath them," as a way of triggering varied, innovative responses -from which you, as a leader, then choose. Annealing is a process that "melts" elements of the current organization's design and "unfreezes" existing forms of social capital among managers. Using a brief in-class case, our focus will be on the ethical and strategic issues raised by annealing.
Deer or dear in the headlight? What media attention can tell you about a CEO's value creation
Prof. Dr. Gregor Halff
This session will investigate if we can gauge a corporate leader's success by looking at her/his media profile. Whose stock would you buy: Can a celebrity CEO increase the market capitalization of the company? Or are leaders who shun the media limelight better at creating value? We will identify four media profiles of the CEOs heading the world's 100 largest corporations.
Research tells us that their media personality is indeed linked to the performance of their stock, but not in ways that you would expect. Niklas Östberg is the co-founder and CEO of Delivery Hero. He has been responsible for building several market-leading on line food-ordering companies in Poland, Finland, and Austria. Founded in 2011, Delivery Hero now operates in 34 countries, has more than 200k restaurants connected to its service, and is valued at up to $3 billion.
Next generation leadership
Arul Ramadurai recently the CEO of ExcellGene SA, a privatelyowned Swiss biotechnology provider in the field of protein manufacturing. He has more than 15 years of experience in the healthcare and energy industries, managing operational and commercial teams. He has also coached a number of privatelybacked enterprises.
Jens Weinmann is program director at ESMT. His research focus lies in decision-making in regulation, competition policy, and innovation. Previously, he was project manager of the Market Model Electric Mobility, a research project financed by the German Federal Ministry for the Environment, and was a manager at the economic consultancy ESMT CA.
GTEC: A long-term, open, collaborative approach
Benjamin Rohé
Only three years ago, German corporations and SMEs started to experiment with a new management style called "lean start-up." Closely following best practice in Silicon Valley, they created accelerator and incubator programs and engaged in intrapreneurship and company-building. Today, Berlin is home to a score of corporate startup programs that are mutually exclusive and have yet to prove their impacts on their respective corporate cultures. In this session, involving representatives of GTEC founding partners RWE and Henkel, we want to discuss and explore a collaborative approach to digital transformation. Is it possible to learn across industries? What is the current status of digital transformation in German corporations?
HR, startup-style
Christoph Räthke with Constanze Buchheim, Dirk Graber, and Benjamin Thym
Startups are harbingers of how many workplaces in corporations and SMEs will look in the near future. Their trial-and-error approaches to establishing working business models demand small teams, agile product development, high levels of flexibility, steep learning curves, and a lot of improvisation. At the same time, the digital job market enables everyone to compete for the best talent from around the world. Together with Constanze Buchheim, Germany's leading expert on startup HR, and two CEOs of companies that saw both rapid growth and intense pivots, this session will be about best practice in finding, motivating, and keeping talent in a quickly changing environment.
Peer coaching: A brief introduction
Prof. Konstantin Korotov, PhD
This session will familiarize the participants with the benefits and limitations of peer coaching as a development instrument. Peer coaching is suitable for use in business schools, large organizations, peer networks, business incubators, etc. The session will involve a discussion of the method, an ESMT videocase with a demonstration of a peer coaching intervention, and a presentation of ESMT executive education materials that can be used for teaching people to use peer coaching. Participants will receive the ESMT book Peer coaching practice for managers: An executive education companion. For more information and to find a full events listing, please go to www.esmt.org/events. 
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